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THE NEW TOOLS OF THE TRADE 



The balance of this centur\ clearly promises an extension of the 
forces of change which accelerated rapidU over the last decade. 
The decline of communism, the development of potentially 
powerful economic alliances in Europe and the North-Central 
American continent, and a continually growing presence of 
southeast Asia in world markets will be among the major forces 
defining the new global order. It seems inevitable that 
economic performance will dommate military prowess m 
determining w hich nations' future standards of living will 
decline or prosper. For America, the direction and extent 
of change w ill continue to be challenged by grow ing external 
economic pressures and the capacit\ to overcome 
institutional letharg\ . 

In traditional theory, command of money, machinery, materials, 
manaeement and manpower defined economic success, in the 
modern global economy in which we compete, however, it is 
clear that finance, technolog\ and natural resources are 
\irtuallv commodities which can be acquired by anyone and 
used anywhere. They now represent merely the ante for sitting 
at the table: the advantage in playing the hand in today's highly 
competitive environment accrues to those institutions with the 
most effective organizational systems and human resources. 
Effectiveness, in turn, is measured by the capacity to adapt 
quickly to rapidly changing consumer preferences w hile 
maintaining premier quality and superior service at 
competitive prices. 

The contemporary precepts of comparative advantage now 
emphasize responsiveness, llexibility and skills from people 
and their organizations. This is critically important for 
American firms and workers, who already f: :e significant 
disadvantages. 



American linns and \v corkers must compcic \\ \ih low-wage 
producers in rapidK iiro\^ing newl\ indiisirializcd naiions. 
While x'.ages and ihe standard of li\ing in those countries \\ ill 
increase <n er tune, the gap ma\ also close through declining 
Ntandards in the l.'.S. The choice presents a serious dilemnia: 
linger standards or contininng ercKion of markets and jobs. 

\merican I'irms and uorkers ha\e iraditionally borne the 
pnnc:nal responsibilil\ tor prtn iding tor their health care 
needs, in fact. the\ ha\e also subsidized to some extent the 
needs ol others. Increased costs and the magnitude tit' our 
uncovered population ha\e taken cm national aU'^ntion, but little 
reiiard has been gi\en to the unpact oi" health care costs in the 
arena ol' international competition. The report of a national 
commission on health care, lor instance. I'ound that the cost t^l 
prcniding health care insurance lor a I'.S. autouorker 
empkned in a t\pical "Big Three * plant exceeded S4,()0() per 
\ear. uhile the cost for a similar plant in Japan \\as less than 
S 1 .()()() per employee. These competiti\ e disadvantages are ncn 
strictK international in scope: the studs also found thai 
differentials in benefit costs pro\ ide a advantage per car 
to U.S. based facilities of Japanese companies o\era similar 
domestic corporaticnrs production tacility. 

The magnitude of the social problems presented by our pri\ ale 
health care s>siem warrants attention and change. However, the 
principal focus to dale has been on mandating employment- 
based insurance, uhieh can only exacerbate already severe 
competitive disadvantages. We can no longer afford to delude 
ourselves thai ''sending ihe bill to business** dc^es not mean 
lower uages and living standards. A more rational system of 
financing health insurance must be combined whh more 
efficient deli\er>. higher qualit\. universal accessibility and 
cost containment. 




(3ur nation's cducaiional system ha^ come under seriou^ 
criticism for failing to produce qualified young people who 
are prepared to make a successful transiiic^n to the work 
on\ircmment. Comparisons of test scores in foundation skills 
such as reading and arithmetic consistently show inferior 
performance of American suidents to their foreign counterparts. 

When combined with increasing global economic pressures, 
these and other significant factors challenge the future of 
American workers and their firms. The obstacles are not 
msurmouniable. but the\ do require substantial rethinking, 
adjustment and. where necessary. o\erhaul. The principal 
alternati\es were t'ramed b\ a national commission in its now 
two \ear old report *' \merica\ Clioice: high skills or low 
wagesl**. 

The commission reported that we are undergoing a third 
industrial re\oluiion characterized by technolog\, 
communication and education. The report also stated that the 
kev to success will be high perlormance work tirgani/aiioiis. 
which are distinguished b\ iVoni-line w takers laking on greater 
responsibilit\ and using their tn%n judgment in making 
operational decisions. The commission found that high 
performance organi/atit^ns are more pre\aleni in other nations 
and that, despite their advantages, the \ast majorit\ of domestic 
firms ha\e no plans to embrace them and consequently do n(M 
invest m training of front-line workers for these new systems. 

In a global ect>nomy characterized by rapidK accelerating 
technological change, the emergence of new sources ot 
competition and the power of consumer options. institutiiMuil 
lethargy in developing world class prodiiciit^n and ser\ ice 
t^rgani/autms w ill dictate America's choice through economic 
evolution. 
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ii sccnis p.Miiaps ob\ious ihal hiiih pcrtorniancc organizaiions 
uiniid bcnctii linns and workers through increased economic 
poieiuial. ioh sccurii\ and ihe salislaclion ot' personal 
de\eiopnieni. IKn^ever. nimuii! louards such s\sienis is 
not eas\ . hi o\erconiuie ihe naiural ineriia of people and 
insiiiuiions. the nio\e uvAards highl\ uivoKed svsicms requires 
a signiiicani coninmnieni ot resources from ihe nrm in lerms 
oi' lunduiu and tVoni the indi\idual in terms ot time and 
ctt'ort. The focus vif those commitments must be^jin with 
\\(M-k-based educaiion. 

A numbci • . coi\ipanies and their unions have taken the lead in 
M'iiani/ini: pn^iiranis which look toward the clKillenges certain 
lo confront society. These programs are developing the 
paradigms mr redet"inini; an c\ol\ing element ol'our educaiion 
s\siem. as well as in resiiaping altiludes towards lifelong 
iearnmg and career irainini2. 

In Jul\ oi l'-)9l the Ccmcv for Labor Studies at Carnegie 
Mellon rni\ersii\ and the I'.S. Department of Labor sponsored 
a second annuai meeting ot directors representing work-based 
education programs in the auiomoiue. telecommunications, 
metals and food industries. That meeting and the one held a 
>ear earlier have helped to establish a t'orum tor sharing 
intormation about their respective programs, approaches and 
concerns. The report which follows outlines the objecii\es and 
strategics which they ha\e implemented. 

These programs offer a \ariet\ of approaches in areas such 
as program content, target populations, methods lor attracting 
participation, learning-related technologies, financing and 
administrate e structure. There is no intent here to e\aluate the 
appropriateness ot \ar\ing approaches; we assume that they 
must be tailored to the needs, capacities and histories of the 
iiidi\ idual parties. 



Our priniar\ micrcsis in prcniding an o\cr\ic\v (lt■lhc^c 
programs are luot'old. First, they oiTer \aluable lessons and 
experiences lo others considering de\elopmeni ot work-based 
educational activities. These programs ha\e to a large extent 
invented the wheels which dri\c cuir existing understanding ol 
work-based educatuMi 

Second. the\ otter potential nu^deis which dcser\e tar greater 
attention Irom a national polic\ pcrspecti\c I'or their p.^ssible 
application across a broader spectrum i^t'the work en\ ironment. 
Regardless how succes>tul we are as a nation in upgrading our 
traditional school-bascd education s\stcm. we must accept that 
our LOinplex modern em ironment demands continuous 
learninii. Work-based programs otter the best potential tor 
addressing that demand, Howe\er. pri\ately sponsored 
proerams ot" indi\ idual companies and. w here jointK directed, 
their unions, currentK cover tar less than one percent ol all 
empkners. Lixtending the potential of these programs lo a 
broader spectrum will require public action. 

()urcapaci'.\ to oit'ecti\ ei\ use ihe new tools ot the trade - 
knowledge, adaptability and tlexible skills - ^uil define our 
success or failure m an en\ ironment which will onl\ become 
more competiti\e. If we as a nation are sincere in oin 
commitment to education as the loundatiiMi upon which we 
will build the hopes tor our future standard of li\ing and that 
of our children, then we must make a commitment to 
continuous education. 



Ke\ in O'Neill 
Assciciate Director 
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E T O P 

A loini r.niplovccr rrammij Program ot AfiScT and IBENX' " 
\ worid cij>> rcjni prc^pjnnii u>r (omorrow" 



ENHANCED TRAINING OPPORTUNITY PROGRAM 
AT&T — IBEW 



The Enhanced Training Opporiuniiy Program (ETOP) was 
initialed in 1986 through ihe joini sponsorship of AT&T 
Corporation and the International Brotherhood of 
Electrical Workers: 

To make learning experiences available to AT&T 
employees represented by the IBEW EM-3 Council 
which help to enhance their occupational skills, 
provide opportunities for personal and career 
development, improve communications skills, 
increase knowledge of staie-of-the-art technolog> 
relevant to the present and future needs of the 
business and increase employee prospects for 
alternative employment within AT&T or in their 
community, in the event they are affected by AT&T 
force reductions. 



erJc 



SCOPE OF ACTIVITIES 

ETOP makes a clear distinction between its education-based 
program and other forms of corporate or job-specific training 
undertaken by AT&T, although ETOP and AT&T may choose 
types of programs that overlap, l:\amples of cun'icula 
offered include: 



Hcailli C'aic 

• Manai:cmcni 

American Prouucnon liuciuor\ Coiurol Society 

Personal Dc\ciopmcni 

Xccounune 

• i - !cclronlC^ 

Ikisic Rcirc^nci- i\*urNCN 
Clerical 
I'echnical 

• . ( \Miipiiij!' i'; amine 

MalisUcii Pioce^N Coiuroi 

In aikiiiion. l-^rOP has developed eigln in iioiise coinpuier 
.eiuers je*»v»ied lo mcreaMni: ciMiipmer auareness and 
proi'iLiencv I'or nianuracuinnLi employees. Those centers were 
:nuiaicd in h^S" b\ the Local C\mimiUeeN: insirucuon is 
v-ondiicicd a prolessuMial iranimL: tM'uani/aiion. 

I-.TOP lias aiso esUihlished v>n*Mic l.earnini: C'cniers ai uvo 
■•iianuiaciarnv^ i^'caiuMis. The l.earnini: Cciuers are equipped 
Aim ^laie-i^i-'he-ari compmer. aiidu) and mmku ediicalional 
-\ stems. lnieracti\c Ciimputer iearninL: programs in a \ariel\ 
oi disciplines are avaiiaiMc, I'ull time education counselors, 
ihnnnjh parmerships uiih local uni\ ersiiies. are a\ailable to 
_niide I he education i^hk-css. 



ACCKSS AM) MARKKTIN(; 



Ml rcuuiai. !*ull-time manufacturinL: empU\\ees oi A Tc^CiT w ho 
.AC represented h\ the \W\\\ are eligible \o participate in HTOP 
AC\\\ iiies. . A l'c^'I'.'IBH\\' non-manuiacturini: emplo\ees are 
eli'jible lor educatuMi-relaied acti\ ines sponsored separateK 

inder The Alliaiuc pioi:ram covered elsc\viiere in this 
viocumeni, : 



To panicipaie in ihc prt^grafv.. ihc emplo\ce informs ihe local 
Lxmimiuce. If a panicular cc^ursc choscn h\ an employee does 
not fall under ihe Tuilion Assistance Program, the ccMiimiuee 
must tile a requesi. sii:ncd b\ the compan\ husmess agent and 
ihe local union president, for anprtnal h\ the Co-Executive 
Directors. The local commitiee can also anpK Tor an entire 
class through the same procedures. In this case, the committee 
ma\ contract out to a local educational institution tor 
insiruciion to take place on-site. 

Some 01 the lolktwing promotional methods ha^e been utilized 

• video tapes explaining the programs. 
Jesiiinated areas m lactones oifer \isual displa\s ol 
programs and participants, as well as program 
schedules. 

closed-circuit. in-p!ant \c\c\ ision \s iih listings ot' 
schedules and uhere to sign up. 

• articles in hval union and compan\ newsletters. 

\"ot ail the courses olYered arc \vtM-k-rcl ued. !\iniculari\ at the 
outset, classes were olTered that might arouse general interest in 
larder to get people into the prt^gram. 

.\s \\\[h the other programs. liTOP reptM-is that participation is 
infectious, and thai word o\ imuith resulting from positi\e 
experiences can have exponential el'lects on increased 
participation. In l^^K). the HTOP program had enrolled o\er 
1 KOOO participants in classes, u hieh i^ equal io approximaieU 
SO'T ot eligible participants. 
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ENVIRONMENT 

Most instruction takes place on employees' own time, may be 
held on or off-site, and occurs in both traditional and non- 
traditional settings. 

While there is not currently a literacy assessment program 
in place. ETOP is developing a needs assessment that consists 
of a batter\' of four tests focussing upon spelling, reading, math, 
and cognitive thinking skills. This helps to validate a multiple 
entrance, multiple exit style of program based on the individual 
participant's needs and abilities. 

ADMINISTRATION 

A Board of Directors, comprised of equal numbers of 
representatives from IBEW and AT&T, establishes guidelines 
and procedures for the general operation of the program. 

Initiallv. the ETOP program uiili/.ed an c)\er^ight committee 
comprised of equal representation by union and management 
to approve all vouchers and programs. However, the need for 
full time administration has led to the appointment of two 
Co-Executive Directors, one from the union and one from 
management, who conduct daily operations, manage the 
program, and distribute funds to meet program objectives as 
set forth by the Board of Directors. The Co-Executive 
Directors advise the Board of Directors concerning policies on 
training, career, personal and job skills development programs, 
as well as offering advice and professional assistance to the 
Local Joint Training and Administrative Committees. 
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Local Joint ■"raining and Adminisiraii\e Commiiices, 
consisting o; equal management and union representation, are 
responsible for asses>ing the training needs at the locations: 
applying for necessary funding; and overseeing the 
effectiveness of the training programs. The Comm' tees also 
survey local employment requirements, evaluate job skill 
requirement qualifications for available jobs, and tr>' to match 
educational opportunities with job market needs. The Local 
Committees are also responsibic for \endor selection and 
marketing of the program. 

Buard of Directors: 

J. J. Barry, International President, IBEW 

J. J. Breslin, Vice President. Labor Relations, AT&T 

D. J. Carroll, Jr., President or Switching S\ stems 

Business Unit, AT&T 

E. A. Keller, System Council EM-3 President, IBEW 
J. F. Martin, Quality Development and 

Information S\^tems \'ice President, AT&T 
M. D. Quinlan, International Representati\e, IBEW 
L. C. Seifert, \'icc President, Global Manufacturing 

and Engineering, AT&T Network Systems 
R, Stander, Director of Manufacturing, IBEW 
I One Management Board position currently op^n \ 

Co-F>vccutive Directors: 

Nichc^las Falcone and William Dussling 



FINANCIN(; 



The l:T()P program was loiiul v.'op.L'oi\ed and dcMiined b\ 
\'\\kT and ilic IBI:\\'. and \wis mciuded m iho ('ollecii\e 
IkirLiamuiL^ Aiireomoni aN pan oi an F.nipiov luoni Sccunis 
Package. The Aiirocnioni scis loriti a lixod iiKMUhU 
^onirihuiion per retiular luil-ume. lBi£\N' rcprcscnied 
enipiovcc. 

[•TOP IN i.MniK viperaicd and adminislored. The C'o-[:\ociui\e 
Directors mainunn a -cparaio checkuiii aLVouiu lor iho 
KTOP into which AT^T makes monihK pa>menis. The 
Co-lAecuii\e Pireciors .uc responsible lor ihe disbursemeni 
o\ tunds irtMn ihe acemnii. \n\ excess umding is carried o\er 
inio ilie ne\i liscal \ear. 

hi Uie case ol the compuier ceniers. ihe local plants \\\\ lor 
die necessar\ tacihtics \Miile I{TOP pa>s jorcompuiers 
and insiriiciors. 




UAW-CHRYSLER 

NATIONAL TRAINING CENTER 



2211 EAST JEFFERSON AVE. DETROIT. MICHIGAN 48207 (313) 567-3300 



NATIONAL SKILL DEVELOPMENT 
ANDTRAININC; CENTER 
CHRYSLER — LAW 



The Naiional Skill Dcvclopincni and Trainiiii! C^Miicr (NTCi 
was iniiiatcd in U)X5 as a jcMin crtori ol' Chr\slcr Motor 
Corporalion and ihc Tiiilcd Auioworkcrs. lis staled mission 
is as I'ollcvAs: 

In a spirii ol' eooperaiion. mutual dedication and joint 
elTort. the mission of the Joint Activities Board is to 
improve Chrysler's competitive position b\ 
implementing muiuall\ agreed upon training programs 
and projects to increase product quality, emplcnee job 
security and employee saiisfacticMi from work. 

In pursuing this mission, the NTC has three principal goals; 

1 . To pro\ ide opportunities for workers to attain maximum 
personal growth: 

2. To assist workers in acquiring knowledge, skills and 
abilities to achieve true success and securiix va their 
jobs and personal endeavors: ai d 

3. To assist displaced workers in obtaining meamngiiil 
and productive emplovment. 
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SCOPE OF ACTIVITIES 



The UAW-Chr\sler National Training Center is responsible for 
the administration of a wide array of education, training, and 
employee support programs, as \%ell as dislocated worker 
programs. In that the July 1990 conference on Work Based 
Education at Carnegie Mellon University dealt with education 
and training, with special emphasis on education, we offer a 
partial list of the major educational programs as follows: 

Tech Prep - a Technical Preparation program 
designed to provide workers with the basic skills of 
readinc. writing, and mathematics: utilizes some 
computer work, and can be used to obtain a GED. 
"TechPrep" is an effort to avoid the stigma that 
often accompanies programme which utilize tnc words 
"literacy'* or "illiteracy'' in the description: in part, 
this distinction has helped to make participation in 
the program enthusiastic. 

Computer Awareness - introduction to technology 
through the use of micro-computers. 
New Technology Training - in a specially de\ eloped, 
jointly administrated facility, provides workers with 
training in state of the art and emerging 
technologies such as laser theory and applicaticmN. 
advanced measuring systems, new generation 
electronic control technology, composite material 
theory and applications, etc. 
Tuition Assistance Program - provides financial 
support for high school completion, the pursuit ot 
higher degrees, and vocational or technical skills: 
funds are provided in advance of coursework. 
• Interpersonal Communication Skills - helps to 

recognize and improve ability to judge appropriate 
behavior, manage stress, deal with ambiguity, listen, etc. 
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Assessment and LiCc Career Dcvclopmcn i - pr(>\ ides 
professional assessmeni oi'v^nrker's aeademic and 
self-development needs, 

Cn^jlish lor Arabic Workers - 10 week iraniinii for 
Arabic workers in English studies, reading, writing, 
and speaking. 

Personal Financial Plannine - teaches the important 
elements of personal financial planning, investments, 
hanking, taxes, mortgages, lending.credit. and other 
-elated areas. 

[-ducatuinal Lea\e - increases knowledge ol 
econcMiiic, technical, and pohtical forces intliiencmg 
the fuuire of the industr\. 



ACCESS AM) MARKETINC; 

All Chrysler emplcnees covered by the collecli\e bargaining 
aiireement. including h4.()()() hourly and 1 ().()()() salaried 
personnel, are eligible for the lull array o\ pnnirams offered. 
Dependents are also eligible for participation in Mime 
programs. 

The individual programs have different requirements for access 
and varying degrees of formality, l-or example, the Tuition 
Assistance Program requires submission of an application 
which is reviewed and approved by the National Training 
Center. For admission to the TechPrep program members 
contact the local committee for information. 

The program is vigorously marketed to its potential participants 
through a \ariety of mechanisms. One of the most success! ul 
methods is the 'AVorker Participation Conference"*, which 
brings about S5 randomly chosen people at a time to the 
National Training Center in Detroit to inform them about the 
programs that are offered. The conference lasts four da\s, and 
all expenses are paid. 




In addiiion. publicaiion> and general niaienaU explaining ihe 
programs are mailed direeiK to eaeh employee's home in an 
aiiempi lo nnoKe spouses in enemiragmg ihe workers lo lake 
ad\aniage of ihe program. 

Some speeil'ic examples o\ ihe maienaK uscd are: 

• A ruiiion .■\s^i^lanee Program Works I-l\er, describing 
ihe program's >iaius. ho\^ ii has helped, and a ''Kudos" 
secuon Irom users. 

• a bi-moninl\ NTC neusleiier. jescnbing oppt>riunilies 
and aehie\emenis b\ workers. 

o\er ."-^0 publieaiions. mciuding a 24 page magazine. 
xKriiien bv empknees; ihis literauire is aNo prmled 
in dilTereni languages. 

• pres^ eonierences lo announce new programs. 
\ideo lapcs {v>rc\er\ program. 

l-inalK. wt^rd of mouih has helped lo acceleraie ihe accepiance 
and uiili/aiion of ihe program. The \Mllingness lo lake pari 
'^eem> lo be mreciious; once a lew peers ctMTipleie ihe 
coursework. ihe program gains grcaier accepiance among ihe 
workers. To dale ihe program has scr\ed approximaiely 41.(K)() 
Chr\ sler empIo\ ees. 

ENVIRONMENT 

Insiruciion jkes piace in a varieiy oi"environmenis. The 
setting can be either traditional or non-iraditionai. and could 
lake place at the worksite, at other training ^acilitie^ of the 
compan\. or t^t"f-siie. The Chr\ sler/L* AW National Training 
Center i< also de\ eloping \ery non-traditional learning-based 
environments, including the use t^f a dedicated technology 
training center and classes (aught via satellite ctMnmunicaiii^ns. 
Instruction may be on or off empkn ees* own time, depending 
on the particular program. 
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The program uiili/cs an asscssincni {ov lilcrac\ which has boon 
developed and iniplemenied in conjunction with the Deiroii 
School Board of Iiducaiion. and Michigan Suae University. 

ADMINISTRATION 

\ M\ member Nalionai Jv^ini Acli\ities Board sets policies 
and guidelines, allocates landing, and monitors expenditures 
[ov the program. Additionally, the Board is charged with 
^■oordmatmg the eilorts of the National Training Center: 
c\ aluating and auduing performance and results ol the joint 
acii\ ities: and integrating these acli\ilies w ith the corporate 
structure and business decisions. Finallv. the Board is 
responsible for keeping the L AW and corporate management 
informed of the Joint L'nion-Managemeni activities and the 
progress o\ the NIC. 

In addition to its own siatT, the National Train'ng Center is 
comprised of etjual numbers appointed by iliC union and the 
corporaii(Mi. The Co-Oireciors are appointed b\ their 
respective Co-Chairmen of the Joint Acii\ities Board. The 
NTC represents the Joint Activities Board in coordinating and 
evaluating joint activities, as well as in establishing and 
monitoring budgets, progress and pertbrmance. It is also 
responsible for developing guidelines, procedures, and 
operational information: pilot programs and their 
implementation: coordinatuig requests to the Joint Activities 
Board: and professional and staff support. 

There is some degree ot autononn at the local level to 
implement programs most fitting to particular needs. Iiach 
facility has a Local Joint Training C(Miimitiee. 

The Local Joint Training CcMiimiitees are comprised of the 
Local Union President, Chairman of the Shop Committee. 
Chairman of the Salaried Unit. Plant Manager, and the 
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Personnel Manager, or designated reprcseniaiives. The local 
coiTiinittees are respt^nsible lor marketing the programs at the 
local level, evaluating requests and approving expenditures on 
training, and developing the local programs and submitting 
ihem lor approval. 

W hile the local committees have mmiic degree ot' autonomy in 
the design ol the program and the selection of a vendor, \endor 
selection is subject to tlnai approv al of the NTC. In general, 
local ci^mmittees are required to solicit at least throe bids for 
re\ leu . T\ picalU . the \endors are interviewed and make a 
presentation to the local committee, and a prospectus is 
Niibmiited to the NTC. The NTC also supplies a reference 
catalogue ot' pre-approved vendors. 

The NTC also has two Saielliie lYaining Ccnteis and 6 
Regional Training Centers ihat ha\e teleconferencing and 
distance learning capabilities. A ctuirse catakvj is bemg 
developed for these centers, and will be distributed shortly. 

In addition, at the 41 tacilities ctncred by the agreemeni. 
28 have hired a professional educator to assist the Local 
Committee in carrying out all aspects of its responsibility. 

Members of the Joint Activities Board: 

Stan Marshall. \'ice President. International CAW 
and Director National Chrysler Department. 
I- AW Co-Chairman 

Anthoiu P. St. iohn. \'ice President, nmpknee 
Relations. Chrysler .Motors. Co-Chairman 

Leonard J. Paula, Administrative Assistant to the 
Vice President and Direction National 
Chrysler Department, UAW. 



Joan Patterson. Administrative Assistant to the 
Vice President and Director, National 
ChrNsler Department, L'AW. 

Tod Eschenbach. Director. Union Relations. 
Chrysler Motors. 

Nelson Brooks. Emplo>ee Relations Executive. 
ChrNsler Motors. 

Co-Directors, National Training Center 

Nelson Brooks and Joan Patterson 

FINANCIN(; 

l-inancmg tor the program is provided for in the Chrysler-L'.AW 
collective bargaining agreement at a fixed rate per hour for 
Ntraight time hours worked, plus an additional amount for 
overtime hours worked in excess of 5^c of straight time hours. 

Funds are disbursed by the National Training Center. All 
funding expenditures are justified on the basis of the likely 
contribution to the achievement of the Joint Board's goals 
as set forth in the Board's mission. 



@ Bell Atlantic 




CARKKR DF.MXOPMKNT PR()(;RA.M 
iiKLL A TLAM COMPANY — C \VA/1BK\V 

riic Bcli Allaniic - C "oiiiiiuini^.-alioiis Wm kcrs nl" Aineijca 
*CA\ A) and liiicniaiionai Brolhciiiood ol Mlccincal Workers 
liBFAV'i Ciivccv IX-\clopnicni Program consists of two main 
componcnls: Career [{duealion Proiirain^ and Career 
Rest)uree CVMiters. 

Career l-ducaiion Proerains were esiabiished as a result ol ihe 
1^)S3 bariiaininu aiireenienl and oiler a \anel\ oi* luiiion-lree 
educational opporiuniiies. Wliile liiese opporiuniiies lor 
self-development can be useful to cinpio\ees at all levels 
throughout iheir careers, some are especially useuil to 
Associates seeking ad\ancemeni ihrougii ihe upward 
nK)biiit\ prt)cess. 

Career Resource Centers ha\e been esiabiished at three sites as 
a result of the l^^S*) bargaining agreement between the CWA. 
IBHW and the Bell Atlantic Network Ser\ices Group 
Companies. The Career Resource Centers were de\ eloped to 
enable Associate employees to become acti\el\ unolved in 
their (Hvn career development. (\Miiers can help empio\ees 
.:ssess their skills and interests, set career goals, review career 
(options and develop an action plan to reach goals, l-mployces 
can also get help where there is a possibiliiv of ji^b 
displacement. 




SCOPK OF ACTIVITIES 



The Career Resource Centers pro\ idc uiie-on-one career 
eounseline. aptitude and vocational interest testing, and multi- 
media support materials. The media resources span a wide 
ranee of career de^e!opment topics, sclf-motivational themes, 
md'specilic skill.-buiidimz subjects. .Audio and Mdeo materials 
are available for use on the prem-ses: cassette players may also 
be borro^^ed. Center Libraries ha^e intormation on current 
upgrade and transfer specifications and application torms tor 
each of the ^■et^^ork Ser^ ice Group companies, as well as local 
coUciie catalogues and information on the ^arlOUs Bell .Atlantic 
educational self-de\e!opment programs. 

Maior programs a^ailable through the Career Hducation 
Programs include; 

v.. I ,..,rn .Xnd Succc^d ( ATI ..AS) Hducation 
These in-house. instructor-led programs otter career 
and pv'.::onal development courses designed to help 
empiosees seeking: preparation for Compans 
qualification tests or assessment activities; lmpro^ed 
performance in their current job or one to ^^hlch they 
aspire: and/or a basic foundation for further education 
and personal development. .Available courses 
include: 

Individualized Math and Verbal Skills 
Write Right 

Test Taking and Thinking Skills 
Stress Management 
Working with Personal Computers 
Money Management 
Human Relations in Business 
Planning for Retirement 
Fundamentals of Excellence 
Speaking to Communicate 
Developing Career Options 
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HcMnc StiidN 

Home Sludv courses meet some oi ihc basic skill and 
kiiov. ledee needs of emplo>ees w ho cannoi aiiend classes in a 
iradiiicMiai school selling and/tK ha\e miercsi in lechnical 
>iihiecis rclaied lo skilled crail iohs. .\\ailable courses include: 

Maih 

Busmess Hniilish 

♦ Daia Processing and Comnuier Basics 

♦ Iniroduciion lo Telecommunicaiion fechnologv 
[■ieciromc S\\uchHig lor Fclcpnone Systems 

♦ Ikisic l-lcciricii\ 

♦ Ikisic lilecironics 

I'Lnnon Assisuince Plan i 

TAP V. lil pa\ \i)iy '( ui luiiion and mosi mandaiory tees tor a 
broad rani:c ot courses. Ct>urscs nuisi he taken ai an insiiiulion 
accrodiied In one ot ihe agencies iisied in the Plan. C\)urses 
!iuist relate to a current ion or a career aspiration uithin Bell 
\tlaniic. r.\P covers credit, non-credit, degree and non-degree 
wourscs mcludiJig ct>rrcspondencc courses. Pariicipanis are 
required to repas the Company t'or courses not completed u iih 
at least a or better, or a "Pass" in a Pass/Fail S>slem. 

Program on Noncoilegiaie SpcMisored instruction 
i:mpio\ces [lui suing an undergraduate degree (Associate or 
Baccalaureate! may be able to save time and money through 
ihe Program On Noncoilegiaie Sponsored Instruction (PONSI), 
v.hich is ctHM'dinaied by the American C'ouncil on Education 
<ACHi. Over i5()Compan> courses carry the college credit 
recommendation, and PONSI is a way to receive double value 
!"or tht^se courses. I 'nlikc Continuing Education Tnils, 
PONS! can help translate the C\)mpan\ courses into actual 
college credit. 
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ACCESS AND MARKETING 



The Career Hduealion Programs are available to all Bell 
Atlantic cnipknees on a \oluntary basis during non-working 
hours. All 7().()()0 regular empUnees are eligible to participate 
iVom the date ihe\ are hired. 

The Career Resource Centers are available to all Associates. 
Hach Career Resource Center is open for twelve hours daily 
from Moiida\ through Friday, and Saturda\ b\ appointment. 
Associates must use the Centers on their own time but may 
eome on Compan\ time in the case of job displacement. 

Collecii\el\ . these programs average over 2().()()() course 
enrollments per \ear. 

ENVIRONMENT 

The Career Hducation Programs offer a uide range (^f contexts 
for empio>ee educational development. Courses may be taken 
through in-house Compan\ offerings, at home or at accredited 
institutions. In-house courses in the ATL.AS program are 
usualh scheduled at convenient Company locations or at 
communitv colleges. On-site career education courses are led 
by professional instructors. 

ADMINISTRAIION 

Three separate I'raining Advisor\ Hoards (TABs) provide on- 
i:oinu administration and oversight tor the Career Education 
Programs in the three Operating Telephone Companies (Bell of 
Pennsylvania: New Jersey Bell: and the Chesapeake and 
Ptnomac Telephone Companies, which serve Maryland, the 
District of Columbia. \'irginia and West Virginia L The 



17 



25 



Tramiiii! AdvisoiA l^iuirds ^oiisisi members irom ilie 
Openiiiiii! re!enh<Mie (\Mnnan\ iiU(>Ked, il;e CA\'A and ilie 
IBHW* 



\ loini inanaLieiiieni .md i\mon impiemeniaiion eommiiiee \\as 
respoiisihie lor pianmnii and eNiahliNhinj: iiuidelines lor ihe 
Career ReNtnuve Ceniers. l-.aeh Resource CA'iuer :s siaiVed uuh 
^enn'ied ^areer emdanee counselors. 



KINANC IN(; 

riie hari:ainmL: aiireemeni established ihai ii is the 
eompauN s responsibilil> lo meei ilie operauiiL: conIn vM ihe 
prouiam. 



I«D Institute for Career Development, Inc. 



INSTrn ! K FOR CAREER DEVELOPMENT 
I S\V \ — V \RlOl S STEEL ( OMPAMES 

The hisinuic !or C'.iicor L)c\ etppnicni uas iniiiaicd ihrough 
voilcciiNC hai-'jainnvj in I^^Sm hotwocn ilio L'niicd Siool\vorkor> 
oi America and \aruHis sicel companies. At tins time, al! ot th< 
niaior companies are participating memhers: some smaller 
companies arc ail'iliated with the Insliuiie as service users. 

l^LirinL: the indusir\ -u ide bargaining tiiai began in 1^)S9. the 
InsliUite's mission uas dermed as: 

.. to provide support services loi he cducaiion. 
training and personal development oi the emplovees 
ofiparticipating companies). This will include 
upgrading (he basic skills and educaiJo,nal levels ot 
active emplovees in order to enhance their abilitv to 
absorb craU and lum-crah training: their abilitv to 
progress in the workplace: tlieir abilitv to perform 
their assigned work tasks to the lull extent oT their 
potential: their know ledge and understanding oi the 
workplace: and lU new and innovative work sv stems. 
This will also include education, training: md 
counseling wnich will enable emplovees to have 
more stable and rewarding personal and lamilv lives: 
alternative career t^ppi^rtuniiies in the event thai their 
sieelvvorker careers are subieci ti^ disliK-aiion: :nKi 
long, ^lCup^ and nieamnglul rciirements. . . 
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SCOPKOF ACTIMTIKS 



Xilhough Niill in lonnaiivL^ siagos, iho aciiMiics and programs 
oi ihc Insiiuuc arc intended [o he siruciurcd U) nice: the specific 
nccd> oi' parucipaimi: ct)nipanics and laikircu \o ihc spcciiic 
needs oi'vuM'L !;'caiu»ns. in iicncral. ihe phiiosophical 
underpinning: oi ilie Insiuuie is thai wi^rkers iheniNclves nuisl 
pla\ a siLinii'icaiU role in the desiLiii and de\clopnieni of ihcir 
irainiiii: and ediicaiion pro-jranis. The InNiiiiiie laciliiaies 
ihis h\ : 

pro\ iding suppt^ri scr^ ices lor ilie cdLicaiion. iraininu 
and pers(Miai dc\ clojTnieni ol workers. 

• pro\ iduvj icadcr^hip. i: aid a nee and e\ peruke in the 
dcsiiip.. de\eit)pnieni and dcli\er> ol U'aining and 
educaiioiuil proeranis that will allow workers lo luuo 
nunv siahle .md rewardinii personal and tainily ii\es 
while meeiing the requirenienls o\ the rapidix changniL: 
work environnxMii within the steel industr>. 
-upportmiz new. non-iradititinai apppKichcs lo 
leainini: mat hiiiid on workerN' .ccunuilated kiu^wlediic 
and skills. 

• seeking oiii and making use ol the most eirecti\e and 
modern metliods and ediicalional technologies. 

de\ eloping sueh teclinologies wliere none exist, and 
utilizing acLirriCLilum and instructional program 
hased on ctMnpeicncies required in the workplace 
and in the v% inker's personal li\es. 



VC C KSS AM) MARKKl !N(; 

Ml rS\\"A-represented empknecsoi participatim: I'irms 
are eheihle to pariicipate in an\ training or education program 
supported h\ the Institute. Marketing is accomplished through 
joint siie-level committees, newsletters and oilier pnuiiotional 
materials. 
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ENVIRONMENT 



Local joint union-managemeni commiitees ai each location 
work to identify employees* educational interests, goals and 
preferences. A non-aligned suppon staff with backgrounds in 
education, counseling and human resources assist the local 
committees m determining educational goals and needs, 
contacting suppliers of assessment, education and evaluation 
products, and providing counseling and guidance ser\'ices, 

ADMINISTRATION 

Overall polics de\elopment and guidance of the Institute is 
provided b\ a joint governing board of directors comprised 
of top-level representatives of participating com.panies and an 
equal number of union officials. An Advisory Board oversees 
implementation, and is comprised of company representatives, 
union district directors, technicians and local leaders whose 
interests and expertise can contribute to the Institute's work. 

Administration ot the Institute's activities is headed by a 
non-aligned director selected by the governing hoard. 

Director: James Murry 

FINANCING 

Funding support for the Institute is established in each of the 
separate existing labor agreements between the union and the 
respectixe companies. Corporate funding contributions are on 
a fixed sum or variable amount per- hours-worked per month 
basis. Supplemental funding may also accrue through proceeds 
from penalties assessed against firms for overtime work. 
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FWHWAVS TO THE FUTURE 



PATHWAYS TO THE Fl TURK 
I S WEST — ( \VA 



PATHWAYS To The 1-uiurc is the L" S \VI-:ST and 
Coniniunicaiions Workers of America (CW Ai joiiu iraiiiing 
and education program, lis roois lie in ihe colleciixe bargainmg 
aereemeni of beiuecn Mountain Bell Telephcnie 
Conipanv and ihe CW'A. The collcciive bargaining agreements 
signed in 1^89 brought logeiher inio a single program ihe 
training and education efforts ot CWA and the three lormer 
iiperating companies which became L' S WEST 
Communications — Mountain BeiL Northwestern Bell, and 
Pacific Northwest Bell. 

Promt>[ional material tor the PATHWAYS program defines the 
mission as: 

The purpose of PATHWAY'S is {o promote lifelong 
learning through educational c>pportunities which 
meet individual needs, provide personal and career 
choices, and create a tle.xible and skilled wiM-kforce 
sO that the emphnees. the Company, and the 
I'nion are prepared to full\ panicipaie in a 
changing and diverse marketplace. 



SCOPE OF ACTIVITIES 



PATHWAYS provides up to 5 1 ,800 per calendar year in 
prepaid luiiion for courses taken on non-work time to upgrade 
skills and prepare for careers w ithin (^r outside the Company. 
Up to S300 per year may be used for personal growth courses. 
Both credit and non-credit courses are available at eligible 
institutions and educational providers. In addition, 
PATHWAYS prepays requisite student fees and reimburses 
employees for required books upon course completion. Career 
counseling, assosment. and w(ukshops available through the 
PATHWAY'S network are provided at no cost. Participants 
must submit a career education plan, but may lake up to two 
courses before doing so. 

ACCESS AND MARKETING 

PATHWAYS is available lo approximately 38,000 employees 
across a fouaeen-state region. Ntost are represented by the 
CWA or the [nternaiional Brotherhood of Electrical Workers 
(the IBEW) in Montana, .Ml regular occupational employees 
of U S WEST Communications who have at least one year of 
employment arc eligible to participate in PATHWAYS, Also, 
regular employees who are notiHed of potential dislocation 
from their current jobs (^r demotion to a lower rale are eligible 
regardless of length of service. Employees who elect to receive 
\oluntary separation payments on a bi-weekl\ basis are eligible 
for PATHWAYS for eighteen months from the date of their 
separation. 

The PATHWA^'S network includes representatives m colleges, 
universities, and technical schools, as well as within the 
Company and the unions. Union Advocates are unique to 
PATHWAYS, They are volunteers appointed by their local 
Union President, w ho assist in marketing the program. 



23 

31 



ENVIRONMENT 



Instruction takes place in various er.\ ironments, including 
traditional and non-tradiiional settings. Eligible training and 
education providers include private as \^ell as public colleges, 
universities, and technical schools. While participants 
generalK attend classes at a schooKx location, some classes 
are oiTered on-siie. Also, \arious distance learning methods 
are utilized, such as correspondence study and computer- 
based learning. 



PATHWA'i'S is governed b\ a joint nonprofit corporation. 
Training Partnerships, inc. iTPl). The TPI Board of Directors 
has developed a Business Plan that reflects the program's long- 
term, comprehensive, and employee-centered philosophy. 

Two Co-Directors appointed b\ I* S WEST and the CWA 
ha\e o\erall responsibilit\ for implementing P.XTHWA'i'S 
and providing leadership and support in achieving the desired 
outcomes requested by the board. .Administrative functions 
are managed by the Council for Adult and Experiential 
Learning (C.-\EL). 

Board of Directors 

Thomas Burns. President. CWA 
R. Lyle Vigil. Chair. L' S WEST 
Ruth Gome/.. Vice President. CWA 
Ron Harrison. Treasurer. I' S WEST 
Dale Feller. CWA 
Richard Johnson. CWA 
Jack Methven. C S WEST 
Linda Pancratz. C S WEST 
Gary Spendlove. L S WEST 
Randy Warner. CWA 



ADMINISTRATION 




Co-Directors: William Frazee and Barbara Shull 
Program Director: William L'ebelher, GAEL 

FINANCING 

Funding for PATHWAYS To The Future was provided under 
the 1989 collective bargaining agreements, for a fixed amount, 
over the three year period of the contracts. PATHWAYS is 
separate from L'S WEST Communications' job specific 
training!. 




BELLSOUTH 




KMPLOVMKNT SKCL RI'I V PARTNERSHIP 
BELLSOUTH — C \V\ 



\\\ ihe i^)S()s. BollSouUi and the Coininunicaiions Workers ot" 
America beiiaii plaeiiiu increased eiiinha^i^ on continuing 
education as a complement to an already strong program on job 
training. This added emphasis was: t'ocussed upon the 
combined aspects ot" training, retraining, career preparation and 
personal de\elopmeni in recognition ot'ad\ancmg changes in 
technology, markets, organizational structures and career 
aspirations. 

In 1^89 the compan\ and union bargaining efforts formed the 
Employment Security PARTNERSHIP coxering emplo\ees in 
the nine siaic region ser\iced by BellSouth. The 
partnership's mission is to pro\ idc inl'ormation and 
suppon that can help employees meet the fundamental 
requirements of jobs in the coming \ears: skill, knowledge 
and nexibilit\ . 



The partnership program incorporates a ihree-step 
approach as a means of assisting empknees in anticipaling and 
preparing lor future changes. 



SCOPEOF A( TIMTIES 
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1. Exploraiion 

limpltiyccs may auend the tolUn^ing wcM-kshops lo help 
iJenlilx areas where lhe\ ma\ want or need io learn someihine 
new. Each emplo\ee who auends one of these \vt)rkshops is 
entitled to conter with a protessionai career counselor on 
jtMiipan\ lime lor recommendations. 

Career and Life Plann inv ^ Workshop - pro\ ides guidance 
in setting career goals and planning a career path, 
T.-st OricntaticM^ Pro^jram \V(M-kshop - helps an employee 
reduce the anxiety associated w ith test-taking and 
provides simulated testing situations for company 
assessments. 

Career Strategies: It's ^'our NTo\e - prcn'ides 
practical help lor ideniif\ing career mo\es andpractice 
in resume-writing, inrcn-iew techniques and 
negotiating skills. 

Eearnine Toda\ tor Tomorrow - helps an emploxee 
prepare for enrollment into course work at the accredited 
school oi' higher learning he t^r she chooses. To make 
the return toschool smoother, note-taking and lesi-taking 
skills are covered as well as the contemporary 
'language** of college campuses. 

Skill-Building 

General Skills Trainimz - refresher courses in 
reading, writing, arithmetic and an introduction 
to using personal computers. 
Speak With Success - effective communications, 
persuasive speaking and parliamentary procedures. 
Trainine/Retrainin^ Pnvjram - pays tuition and 
fees for skills updating courses taught through 
accredited schools. 
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• Tuition Aid Plan - reimburses tuition costs for 
accredited college coursework in fields that build 
skills for present and future company jobs: participants 
may obtain undergraduate and graduate degrees. 

• College Network - was initiated in conjunction with the 
American Association of Community and Junior 
Colleges to help meet employees' college needs. 

• Correspondence Courses - ranging from basic math and 
grammar to advanced electronics and telephony, for 
employees who want to pursue self development without 
the demands of classroom attendance. 

3. Practical Application 

The PARTNERSHIP helps employees find ways to master 
skills of their present jobs, provides constructive ways to think 
about career changes and identifies areas outside the workplace 
where an employee can gain enrichment by contributing. 

Employees have given the PARTNERSHIP outstanding ratings 
in company surveys. Awareness of the need to gain new skills 
has increased, and em.ployees report that they are getting better 
information about jobs and career development. Participants 
say they feel more empowered and better able to manage their 
own careers. 

ACCESS AND MARKETING 

The Employment Security PARTNERSHIP program is open 
to all regular, full-time employees in union-represented jobs. 
Nearly 60,000 employees, or 95*^ of those eligible, have 
attended a two-hour orientation on company time. The 
orientation is provided by joint Bellsouth-C\VA teams, and 
features a videotape ^'guided tour" presentation. Attendees are 
provided with applications, and those indicating interest in a 
particular program are contacted by direct mail. 
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The PARTNERSHIP program and its success stones are 
featured in general and specific media directed to employees. 
Of those attending the orientation 75^r have indicated interest 
in pursuing workshops or courses on their own time, and nearly 
have done so to date. 

KNVIRONMENT 

Orientation and career counseling (K*cur on company time at 
the employee's work place. The workshops take place at 
accredited colleges, at work locations or at the union halls. 
Courses taken under the Tuition Aid Plan and the Training or 
Retraimne Programs through accredited schools are usually 
held on the school's campus. 

ADMINISTRATION 

General direction and guidance lor the PARTNERSHIP 
program are provided b\ an Emplovment Security Advisory 
Board (ESAB) consisting of five members each from the 
company and the union. The ESAB meets quarterly and \^ 
responsible for: 

• Furnishmg advice to BellSouth on personal or 
career development and job displacement training 
courses and curricula. 

Reviewing and making recommendations regarding 
available training deliver\ s\ stems. 

• Evaluation of the program's effectiveness. 

• Encouraging successful pariicipaticni. 
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RegitMial Career Restuirce CV^iters are siraiegically Uicaied 
in the nine slates served hy BellSouth and are staffed by CWA 
and eompanv Field Coordinators to help laciiiiaie participation 
ot all interested emplo\ees. 



FINANCING 

F-undiPL! for the PARTNERSFIIP prc^LTam was established 
under a t'onnula fixed duriniz the i^-^S^) eoileeii\e bargaining 
agreement. Maxinuini funding eouid reaeh ^25 million 
over the hfe e^l'the agreement, uhich expires in August of 1992. 
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Cjij The Brenlin Group 



THE BRP:NLIN (iROLP 

The Brenlin Group is a diversified business (irganizaiion whose 
principal operating uniis arc in the steel and automotive/ 
transportation supply industries. The educational programs at 
Brenlin's operations are unilaterally administered by 
management. Consultation with local union or other employee 
representation groups on program design and implementation 
occurs at some sites. 



SCOPr: OF ACTIVITIES 

Educational programs (Offered by The Brenlin (}roup Incus 
primarily upon upgrading basic literacy and numeracy 
skills. Manv of the courses are taught through the assistance 
of computers, such as: 

Math 1. II - basic math skills, fractions, decimals. 

percentages systems of measurement. 

Algebra I. II - elementary and ad\ anced algebra. 

• Geometry - basics of theorems and postulates. 
Readine I thrcu mh IV - audio and visual techniques 
starting at beginning le\el reading, nuning through 
inferences, predictions, analysis and conclusions, to 
comprehension and finalK high school equi\alenc\ . 

• Introduction to ccniiputers - how computers were 
devek^ped. Ikuv ihey \\(^rk. and uhat thc\- can do. 
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• T\ ping> \V()rd-pr(K'essine . 

• Social Studios - American history, political science, 
economics, geography, and behavioral sciences. 

• Science - fundamentals ot" physics, chemistrx". 
biolog\ and earth science. 

The programs also include coursework taught through more 
traditional means, including: 

• Guided Reader - develops reading speed and 
comprehension irom elementary schcH^l to college 
levels. 

• Read Card Program - b:isic literacy skilN. improved 
reading le\ els and better comprehension. 

• Word Code Pr(^gram - impro\es spelling and \ isual 
memory skills. 

• Workplace Reading Skills - reading and 
understanding reports, directions, manuals and 
machine operations in the \Korkplace. 

• GED Pn^gram. 

Brenlin alst^ (^tfcrs a summer program lor emplovecs" children 
at the Centers. 

ACCESS AND MARKETIM; 

Educational programs are open to all emplovees at Brenlin's 
sites uhere such prt^grams ha\e been established. .\ great deal 
of emphasis is placed upon contldentiality and rewards. 

The program is extremely Hexible due to the adaptability 
aft'orded through the use of computers, and a participant can 
start at an\ lime prc»\ ided there is a computer axailahle. 
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An individual lest is used to determine placement levels. The 
lest, which requires approximately three hours to complete, is 
administered by a professional educator on-site, scored 
immediately and destroyed. Scores are recorded in special 
codes to protect the confidentially of participants and the 
credibility of administrators. 

A variety of methods are used to promote the program, 
including . ^vstem of reinforcements for successful completion 
o^'prcscr tied learning activities. For instance, upon successful 

npleiionof the program, ccnificaies of achievement ha\e 
been av/arded at open assemblies: gift certificates for local 
retail establi'^hi.ic'^.ts and restaurants have been awarded: and 
time off \< '\V. pay n been given when an employee has 
completed '0 hours .n^x^ntcr instruction at a minimum 80^f 
success levci. 

ENVIRONMENT 

Insiiuct.on takes place on-site at Brenlin's Learning Centers on 
the employee's own time: provisions have been made to 
accommodate shift workers. Family members are also eligible 
to participate in some a^^pects of the program. 

The program was designed through a needs assessment process 
to determine uhat coursework would be pertinent to the 
faciiilN . Meetings with employees to determine their wants and 
needs are included in this assessment process. This is an on- 
going procedure which ensures that the program is constantly 
evolving and responsive to the needs C/f both the employees and 
The Brenlin Group, 

Although there is a large amount of self-paced computer based 
learning, if an employee encounters problems while working 
in a program, educators at the center will guide them to 
workbooks that wili assist in completing the program. For 
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example, a message to ecMitaei ihc edueauir w ill aj:)pear on ihe 
user's screen when a specific number of incoiTcct answers is 
detected b> the soituare program. The educator can go back 
into the program lor miMV specitic questions that the 
participant was haviiui difficulty with, and can then tormulate 
recommendations and remedial measures. 

ADMINISTRATION 

The Brenlin Ciroun emplo\s a Learning Resource Centers 
Manager who is responsible tor the ph\sical design of facilities 
and the ordering of all material used in the centers. The 
Manager works with professional educatcus in the curricula 
design. r>picall\. there are iniormal meetings between the 
.Manager. Human Resources personnel, and the profesMonal 
educattirs to discuss current issues. 

Brenun also emplo\s a professional educatC'r a' .v*ch sue, 
whose tunctuMT is [o assisi in the design the center 
cumcuium. 

While the prt^gram is not jointly spt)nstired nor administered, 
there are voluntary committees that help the program develop 
and ev(^Ke. set the scheduling, and take care of marketing 
the program. 

The activ ities of the Learning Centers :ire ccmrdinated b\ 
Stephen j. Tomasko. \'ice President ol" Human Resources for 
I he Brenlin ( jroup. 

fTNANCIN(; 

The level of financial suppc^rt afforded lo these activities is 
established b\ the management ot The Brenlin (iroup. 
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Cooperative venture ot AT&T CVV4 ana IBEW" 



THE ALLIANCE FOR EMPLOYEE (;R0WTH 
WD DEVELOPMENT, INC. 
AT&T — C WA/IBEW 



The AlliiiiKc lor l:niplo\cc (irowih imd De\elopmcni is ioinll\ 
sponsored by ATc^T Corporaiion and iis principal unions, the 
Commiinicaiitnis Wt^-kcrs of America (CWA i and ihc 
Iniernaiional Broiherhood of Electrical Workers i IBEW). 
lisiablished m 1^^S6. The Alliance has defined iis mission as 
follows: 

A r<kT C\>rporaiion, the Communications Workers oi 
America, and the International Broiherhood of Electrical 
Workers share a \ision that the gro\^th and development 
of the individual is ihe ke\ to success in a competitive 
marketplace. 

The Alliance for l:mplo>ec Cjiinsth and De\elopmcnt 
was hi^rn ou\ (^f this shared \ision to serve as a resource 
10 mdi\idual enipknees who want to take charge of 
nianauini: change in their (w\n li\es. 

The Alliance mission is \o support individual eflorts 
10 develop career and personal growth and enhance 
empknability thnnigh continuing learning 
experiences. The success of these individual el forts 
will be assured b\ the cc^operative activities of The 
Alliance. CW\A. IBIAV. and AT^:T. 

r>5 
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SCOPE OF ACTIVITIES 



The Alliance provides a ranee of suppon programs and services 
for both acti\ e and displaced employees ot' AT&T, including: 

• Basic Skills L'pgrade - assists uorkers in improving 
basic skills in mathematics, reading. English-as-a- 
Second-Language. and preparation tbrGED. 

• Career Assessment and Planning - helps participants to 
establish individual -hon and long term personal and 
career goals: incluacN assessment and counseling 
components through self-paced uorkbooks. remu<j 
individual counseling and group acliviiics. 

• Return-To-School Program - equips participants 
with tools and knowledge needed to successfully 
return to school: may include development of study 
skills and time management, as well as information 
regarding financial aid and what is expected of 
students in a school setting. 

Vocational and Interest Surveys - identifies 
essential background information, persc^nal goals, 
and interests of the workers. 
Job Search (Active and Displaced) - features group 
sessions that provide assistance with resume 
preparation, interviewing skills, internal/external 
labor market information, and self-directed job 
seeking skills. 

• Occupational Skills Training - accelerated skills 
training in demand occup;icions. 

• Personal Financial Planning - overview of financial 
planning terms and concepts, and fringe benefits: 
panicipants develop their own financial 
development plans. 




Pre-Paid Tuilion - provides luilion tor courses of 
study relating to participant's Career Action Plan at 
accredited institutions, 
• Pre-Retirement Pro^r^ram - assists in making the 
transformation from the work environment to 
rciirement: topics include heahh concerns, HfestNle 
changes, financial planning and future emploNmeni/ 
activity options. 

()ualifviniz Exam Preparation > emphasizes personal 
and career development, with some retraining 
courses for displaced workers. 
Relocation Plannimi Workshop - provides planning 
and information seminars on aspects of relocation, 
including household moving, new housing, famils 
stress, medical care availability, and other relevant 
community profile information. This is a 
copyrighted program by The Alliance. 
Other Personal Development Programs - including 
time management, family counseling, 
communication skills, stress management, etc. 

The joinilv sponsored Alliance maintains a clear separation 
betwecM its programs and AT&T's job-specillc training 
programs. 

ACCESS AND MARKETING; 

The Alliance program is available to all full-lime or part-time 
employees of AT&T who arc bargaining unit members 
represented by either the CWA or the iBFAV. { AT&T/IBFAV 
manut'acturing employees are eligible for education-related 
activities sponsored separately under the Hnhanced Training 
Opportunity Program covered elsewhere in this document. ) 
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c\ciopn j j.i'.vcr Plan ir.iCPAUd lo ^'i^urc i!-ai lie or she 
.nrKiiV-i u^waai a jciincu ijoai. l-iiLiiiMc a^iiMiiON arc ihosc 
• Pici^. siippnii an iraei'Pai or cMcniai d^niaiKi iwapaiion (>r 
.accr r-lan. -^^ il a-^ ui">i:radini: '^t '"asu" -Kiiis ano ^vKiai ^kilN 

J\ L iOPHKMa. 

i^.^arkoiiip.: o! ihc pr^)L:ran^ '.pj ! j-poiiNHMiii\ l^^ 
^lliaP^■a ! ',a:(* ■:nii*ivV- \LC" . ■■ ^v^p •^al^lain on-uoniLi 
oppap 11 a ! ^a 11 on N ..an U'.j \viirKioivJ :pa"oii::n -a^dia ^ucn a^ 
■ MliaP.cO ' P'dalu ' 'novn ^io^(. i;bnp-: opporpanaiic^ and proposed 
^lo'jraPi^- '-^'MUi'i ptiuiP. .ii^o,i\a;\ ;^oi,,'iu ;ooi. .aKi 
w"^pona::;L: a^^ipapi: 'Vjn a p;«>piL':p -auv 'iv proLirain'^ 
nccpiion. 

i lie ..Nv'' P!o\ Awcci '.\\:k oe\o:»n^nvj jnd 

L'sniorcHPJ a ^ci^c oi ac^tMPa^ii^i«niopa .aPioivj p^aiuipapas l or 
j\anipic. '^P.c A 1\V 1' piani ^i.^'-cd down i«m 'v.o iuhmn ni ordLM' 
'LJ!ji^raiL\ J. inpic:^' ...a^N ..:\! j v*.')^ j '\aPv!papaN 
inpiaiioh .. ^ .1 .1 J :'-v:mp:. 

!'vidjic. a'iC proi:ra!P na^ iv*cn uu!i/co " -^i 
.:npiw\cc^ .aid ^v'lr^^ ..aP'vlmoniN iia\a :'M,;:L'a i ^2. 

KN\ IKONMKNT 

ia.spujp.on laKON PUkC on-^iio oral pn\.aj aa.a pupiic nlpooIs. 
aid nia\ i^c iraouiona:. -ji! pacj-j. .aui. n j n-piuor ^ascd. 

'•'he XiiiaPCJ jarranilv a'aii/L^s mmpl^ !■ rni a'orac\ 
isscssniopi :n iP.c cauvr plannm-j 'pn^'jraiii. ■■at .aso 
iL-\c!opnii: daia lai aN'^CNsiponi mciPiOtioii^LMc^ .aid incrac\ 
.arncaia m.i nuioi^anocnt ia^c\uvp ^oikUivija p.^ ^'wn ^lall. 



The AlliaiK'O uses omplo\meni icicnnon as one c\alLiaii(Hi o\ 
iho program s clYcciivonoss. I'l^r example, !"()() people 
scheduled !or la\ -i»iV in 1^)SS were reiained ihrouiih ilie elToris 
oj'The Allianee, \noiher measure oi Mieeess is pkieemeiu in 
ihe exiernat labor marker. The Alliance nas commissioned a 
naiionwide siud\ ihai is eurreniU under\va\ m AT&T's 
.•peraitM* scr\ !ees oriiani/aiion lo evaiuaie piaeemeni resulis. 

\DMiMSTRATI()N 

PoHla Liuidanej and iieneral direelion are pro\ ided h\ a six 
member l^Kird Triisiees. Two C\)-bAeeuii\ e l^ireeiors, one 
app(Mnlcu b\ Uie f'resuieni ol ihe CA\' \ and the oiher b\ 
X FcKiT'- \'iee iVesideni ot' l.ahor Relaiions. are responsible for 
vucrall manauemeni and adminisirauon of The Alliance, 
mcludmu ihe voieciion of ihe Direcior m charize oi 
}>roL!rammalic operalums. 

Regional suppori oiiices siailed !n Xiliaiice proresNimiais serve 
jnd sinpori Alliance Local C'ommiuees i ALCj. Commiliees 
are on-siie. and realU are ihe cenirai Tieure m ihe proiiram. 
wiih a \er\ hiiih decree ofauiononu in scieclion and 
implemeniaiKMi oi ihe proiirams lor each siic. The K^-al 
commiliee is on a \iMuniar\ basis, and is responsible lor needs 
anaUsis. \ cndiM' soieciuMi. makine requcsi proposals, 
schcdulini!. and markeiiiiii. Atihouuh ihe program is \oluniar\, 
cmpKnecs are ciMiipcnsaled al iheir ntM-inai wage rales lor 
comniinee W(mk dtMie during normal wtM'king iiours. 

lApicaiK. ihe AI.C^'- are lormed wilh equal represcniaiu^n 
\\'on\ boih map.agemcni and union, i'h.cse c(Mnmiiiecs nrcnide 
intormalion abiuii The Alliance program and disiribiiie 
surve\s ihai help deiermine ihe needs and desires o\ ihe 
l<ieai worklorce. 



From the results of these surve\s. the local committees develop 
a schedule of programs to be offered, and solicit workforce 
approval on the tentati\e offerings. 

Upon culmination of the programs, the local committee 
evaluates the {>rograms and the vendors, and relays these 
evaluations to The Alliance. Throughout the process The 
Alliance provides guidance to the local committees. 

Board of Trustees 

Morton Bahr. President, CWA 

John BaiTv. President, IBEW 

Jim Irvine. VP for Communications/ 

Technologies, CWA 
William Ketchum. Corporate VP, Labor Relations. 

AT&T 

John O'Neill, E\ecuii\e \"P, Network S\^lems 

Products. AT&T 
Paul Wondrasch. President, General Business 

Systems, .XT&T 

Co-executive Directors: Kenneth Ross and Donald Treinen 
Program Director: Marshall Goldberg 

FINANCIN(; 

I-unding k^r The Alliance was initialK negotiated in the 
collecti\'e bargaining agreement of 1986. v\ hich allows for a 
fixed monthly contributior. per full or part-time union 
represented emplo\ee. 

The Co-FAecuti\e DirectcM s are responsible for disbursing and 
managing funds. 
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PACKARD ELECTRIC 

Dmsoi d Geneta Motors Cooxxation 



TRAINING AND RETRAINING PROGRAM 
PACKARD FXECTRIC - lUE 

Employees of the Packard Electric Division of General Motors 
Corporation in Warren, Ohio, are eligible to participate in the 
broad-based educational activities made available through the 
GM/UAW National Training Center. However, Packard and 
the International Union of Electronic, Electric, Technical, 
Salaried and Machine and Furniture Workers (lUE) have 
jointly developed a local complement lo these programs thai is 
a mixture of technical and social training activities. 



SCOPE OF ACTIVITIES 

The Packard/IUE program focusses upon providing formalized 
training about the firm, its markets and the competitive forces 
shaping the firm's abilities to operate successfully in those 
markets. This formalized program stresses the dependent 
relationships of the internal components of the organization: 
each employee must therefore develop a clear understanding 
of the expectations of his or her customers within the 
organization, and performance is evaluated based upon the 
ability to meet those expectations. As a result of this 
perspective, the Training and Retraining program tends to 
stress skill development activities which have direct 
relationships to job requirements. In addition, ihc program 
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vircas 01 iinic nunaticnKMii. r.jaiih jarc. -iross nianaijcmcni and 
i.rainini: in paniL'ipaU'.c '.\»>rK N\NicnTN. pro«j rani is beini: 
j\pandcd m Uic areas o\ n^iui. leauiiiU uriiuii:. ..nu conipuier 
Hieracx . 

VC C KSS \M) M \RKi: i IN(; 

\ll Packaru ompio\^'cs arc ciiLiinlo '.^^ paniLirate in any 
".rainini: pro l: rain c\>;j!;^c i^.^Kviiu in rjuucsimii 
permission irom liic iiaminu ^oordmaUM". ^jriain demon's oi' 
:he T:ainin-: an<.i Keirainnvj i^:\>L:rani .tie. ':»>'Ac\er. niandai(M"\ 
.IN a eondiiUMi o\ enipi»i;- ir.eni. 

KNMROWIKNT 



Trainin;j jan lake piaee m ^iie i>r 
.ind oeeiirs oinin'_: ev^mran\ 
jvire 'M ^mailei' .m^s ^:/es ,.;m 
iiauiiionai iiirniNvti iu^a: lUanai;: 



ai jv^mnivMi uiMsion eenier. 
i ;ie viiM^ivMi eeniers lake 
; ' er\iP '\ nn ri«M"e 



\losi enipiovees are eo\eied bv Paekarci'v ■ [.it'enme }oh <S: 
Income Securiiv .Xereemem". v. hosc* -'.aieu purpose is 
jMxn ide a u oik pi ace eiiMionmeiu mai ■Aiii ;r:!pro\e operaiionai 
ettecln encss and simunaie eiloris iindeisianu aiui meei ilie 
ciMnpe!iii\e needs oi ihe bii-mess 

Trainini: cinTicuium is dc eiopeu on me l\i-is ciisiomer 
needs, ihrouun a c(»mpie\ aiui i.'inuii iii:ra-o:eani/aiionai 
delimiKMi i^i" accoiinuiPiin\ I pe '.raip.mL: pr^^eran; e-iaPiisiieN 
'he wurri^aian^ ei: nance v.-.o dc\ c^^p ::c'.\ ^m;!- " ncre 
ncLCssaix . 
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ADMIMSTRAIION 



To adiniiiisier ihc Training and Rcirainini: proiiram, Packa 
cnipiiiss a lull lime iraininii CDtndinaior who dc^ig^s and 
iniplcnKMUs sociai change ihrough iraining, and cncnuragcs 
cmpkncc inM>l\cnieni wiihin iho coipt)raiuin. TIk^ cuordinaior 
also submiis expenses lo ihe di\ision iiead lor auihori/.aiion. 

Packard also has a di\ isional JtMni L'nion-Managomeni 
Commuiee which apprtnos local naining expenses lo be 
NLihniiued lo ihc ( jM NviUonal Training C\>niniiiiee ni Deirou 
lor fundinii appnnal for programs ihai meci cenain criieria via 
ihe ll'Fi collccii\e bargaining agreenK^ni. The requiremenis for 
cliLiibihu are ihai ihe program pro\ide joini suppori of ihe 
operaunLi iicKils of the di\isicMi. and suppt^ri ihe development 
i>f new skills. 

Abscniecism. ciisiomer coinplainis. and qualii> are used as 
measures of ihe program's effecu\ eness. 

Orjianizational I)e\eU)pmenl C onsultant: Ron Noble 
IL'E Divisional Traininii Rtprcsenlativo: Da\id Craciun 

FINANCINX; 

I'unding lor ihe Training and Re'raming Program is esiablished 
hv cli\ision managemenl. 

1-imdini: lor ediicaiional prc^grains is esiablished under ihe 
1UH-C}M ci>niraci ai a fixed raie per hour, plus an addiiicMial 
amounl lor each o\eruine hiUir worked in excess of 5^/ <^l loiai 
siraighi ume hours. 




